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PREDICTION OF OFFICER PERFORMANCE

BRIEF
F

Requirement:

To develop improved techniques and prerequisites for identifying officers who have aptitudes and
other characteristics to meet the demands for successful performance in different types of officer command
responsibility. p

Procedure:

By field observation and analysis of officer MOS, the current study was centered on prediction of
ability to meet the psychological requirements of three types of officer assignment--technical, administra.
tive, and combat. The research program consists in essence of the construction of a battery of expert-
mental tests--the Differential Officer Battery (DOB)--and the determination of the effectiveness of these
tests in differentially predicting officer performance in the three areas of activity. The experimental pre.
dictcrs have been developed through a process of shortening and refinement, in which a preliminary
battery was administered to 6500 officers and effectiveness of battery components was determined by
analysis of responses of groups of officers representative of the three fields of assignment. A series of
situational tests in which the officer is confronted w th problems typical of service in each of three areas
was developed to provide the measure of officer performai'ce against which the tests ore being validated.
Analysis of the relationship between the shortened experimental battery and criterion performance test
scores will be the final test of efforts to predict officer performance differentially according to type of
duty assignment.

Current Status of the Research Program:

Validation of the DOB Is in progress. Experimental tests comprising the battery were administered
in 1961-1962 to 3500 officers entering on active duty. Current activity centers on obtaining situational
performance measures of officer effectiveness for 900 of these officers--300 who have served in technical
assignments, 300 in administrative, and 300 in combat.

The Officer Evaluation Center (OEF() was established at Fort McClellan as 1ieadquarters for perform.
once evaluation of the officers constituting the validation sample. The situational tests-.five technical,
five administrative, and five combat-.have been integrated into a continuous test exercise administered at
the OEC in a simulated MAAG setting. OEC testing has progressed through shakedown operation to
regularly scheduled testing of three six-man groups in each two-week period.

Job data and on-the-job ratings obtained o:1 successive waves of DOB examinees provide the basis for
continuing selection of officers to report to the Center for situational testing.



Initial statislical processing of situational test data and auxiliary criterion data-.branch and job
satisfaction and intention to remain in the servkce--has begun on a small scale. The first differential
validity analysis will be undertakeni in 1964-1965 when criterion cases in sufficient numbers have bet
processed through the Center. Further analysis will be conducted sequentially thereafter as data are
accumulated on sufficient numbers of officers.

Utilization of Findings:

New personnel management tools developed through this program, together with increased underst,
ing of the differing psychological requirements of different kinds of officer jobs, will permit greater v
crimination in the assignment of officers, particularly newly commissioned ROTC graduates serving
year obligated term of service. Such improvement in officer assignment should lead to heightened care
satisfaction on the part of officers and, ultimately, to greater military effectiveness.
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PREDICTION OF OFFICER PERFORMANCE

OVERVIEW

Over the years, selection of officers has reflected considerations
of generalized officer potential in terms of mental ability and personal
characteristics. Progressive assignment of career officers also has to
a considerable extent reflected the "generalist" concept, according to
whic. an officer is broadly trained and capable of serving effectively
in a wide range of duty assignments. More recently, accelerated progress
in military technology has brought aboat increasing diversity and com-
plexity in individual officer Jobs. In a modern army, many officer
asinoments req:jire specialized capabilities, particularly in those
responsible for operation and tactical employment of the Army's modern
-.eaonj ani communications systems.

These changes In the nature of the commissioned function have lad
to modifications in the "generalist" concept, and have raised questions
about the extent to vhich abilities to meet the differing psychological
demands of officer Jobs vary with individual officers. Assiuming that
officers differ in their potential for responsibility in different fields
of Army activity, how successfully can these differing potentials be
predicted by psychological measures suitable for operational usei

Concern over these questions generated a DCSPER requirement for new
personnel management tools which will provide means by which more dis-
criminating assignment of officers can be eado and which wil L lead
to Improved overall officer perform=ace. Such tools are particularly
needed to guide the Initial assigimsd of newly coissioned second
lieutenants, many of whom are ROI graduates serving a two-year obligated
tour, after which they expect to return to civilian life, Most HOTC
graduates have had General Military oience training in the colleges,

,and their specialized training occurs only after their entry into service.

The Officer Prediction Task was established within the U. S. Army
Personnel Research Office (123APO) to provide the Army with improved
techniques and prerequisites for selecting officers who have aptitudes
and other characteristics to meet the differing demands of successful
performance in different kinds of assignment.

Research Approach

Research conducted prior to the inception of the Officer Prediction
Task had shown considerable success in the development and use of tests
to select individuals who would successfully complete officer training
and perform well in military assignments. Selection programs for the



U, 8. Military Acadez•, the Cc4man and General Staff College, Officer
Candidate School, and Reserve Officer Traintug Corps give evidence of
the technical promise of research to identify special facets of job
competence and special abilities peculiar to high level jobs and to
develop from these findings valid predictors of successful performance.

In a strict sense, no two officer jobs are exactly alike. But it
would be manifestly impossible to seek differential prediction of effec-
tiveness in the 4C0 Military Occupational Jpecialties (:O$) into •'hich
the jobs fall. AFRO research scientists did, in fact, select a limited
number of job types for analysis to determine whether efficiency rating,
could be usei to demarcate Job clusters which would serve as a basis for
studies of differential prediction. The efficiency ratings of lO,0D)
officers were analyzed, but the evaluations failed to reflect difference
in performance across the selected types of assignment.

After extensive examination of Job descriptions for the Army's
officer slots, three broad areas of duty assignment--technical, adminio-
trative, and combat--were sele'ted as the basis for initial research
planning. These three areas alpeared to differ maximally in paychoL.
requirements and to offer a basis for testing an initial minim.m hypoth:
sis as to the differential predictability of officer performance. At th
same time, the three areas, while not all-inclusive of officer jdos,
subsume large numbers of officer assignments.

The research requirement is, first, to determine whether ability tr
meet the differing psychological demands of technical, administrative d,
ccmbat officer jobs is predictable, and, if so, to provide psychological
instruments to assess--preferably before ccmmissioning--the ability of
individa•ls to meet these differing demands. In brief, the research
program includes the following steps:

1. Development of psychological measures designed to be differ-
entially predictive of performance in technical, administrative, and
c•bat assigents, and administration of the experimental measures to
an officer input sample.

2. Development of situational criterion measures reflecting actual
performance In tecbnical, administrative, and combat-type duties, and
administration of these tests to officers previously tested with the
experimental predictors.

3o Validity analysis of the relationships among the several pre-
dictor and criterion measures to test the minimum hypothesis that
abilities to meet the differing psychological requirements of technical,
administ~ative, and combat officer jobs are differentially predictable.

4. Identification of predictor measures which the Army can use
operationally to assess the relative potential of newly commissioned
officers in the three broad areas of officer assignments.

-2-



With respect to the criterJon problem, several consiLderations led
to the decision that situational performance tests, inco:j•orating techni-
cal, administrative, and combat-type duties, shoula be the primary
criterion of the validity of the new tests as differential predictors.
A cogent reason for the decision was that measures of pe:rformance in all
three job areas were needed for each examinee. On-the-j,;b ratin6g could
be obtained only for the job area in which the rated officer was actually
serving. Additionally, the situational criterion mea3ures base.l on
standardized observation procedures could be based on unifo.rm 1rblems
for all examinees.

The situational criterion had the strong inaorsement of the Human
Factors Subpanel of the Army 3cientific Advisory Panel. The Subpanel
favored the performance tests over ratings as being more compatible with
the requirement for development of measures top reuict competence in
combat officer assignments. The situational criterion o'fere.i at least
the possibility of simulating some of the stressea of wartime operations.

Criterion specifications clearly placed unusually heavy demands
both or. the research task for criterion construction and on the Army for
administrative and logistic support. O=ficer Evaluation Centers--at
first three were planned--were projected to serve as headquarters and
field setting for the situational tests. Eventually, the requirement
was reduced to a single center. The CC at Fort McClellan (Figure 1)
was activated in 1962 with the unique mission of providing criterion
evaluations of performunce of the officers comprising the sample in
which the experimental tests are being validated.

During FY 1963# personml of the fficer Evaluation Center were
trained in adainistration of the situatioal .,rformance tests con-
structed and developed througb fieldU -tout. I 2U l test situations
representative of coat, adminiatrativ, sa technical officer Zobs
were integrated into a coherent seuame. RMvislw and additions were
made on the bais of trial administration at the enster, The first
sample of officers started reporting to the OW in February 1963.
Through June 1963, officers previously tested with the DOB provided
cases for shekedowv operation of the Oentro Criterion testing bean
in J.1.y 1963and is expectel to eotinue through June 1965.

THE EXPERIMENTAL PREDICTOR &ATTERY

The predictor battery cArrentl4 .ýeivg validated against a situa-
tional performance ariterior *.eoulted from the folloving research steps:

1. Initial selectior, of typeo of instrument and content areas to
be included as experimunta. measures. Officer MOB descriptions were
studied to deterlmne the psychological requirements of various jobs and
the characteristic behaviors involtved* Relevant research literature
originating both within and outside the U. S. Army was surveyed to
formulate rationales for the experimental predictor content. Jince

3•



Figure 1. ýýucrtefs building of the Offic*r Evaluctiot
previously tested with the exp*rifn*ntal Differf



t. McC'ellon where situational tests arc administered to officers
B'Ittery



personnel about to be commissioned have already been screenea on general
mental ability and generalized leadership potential, noncognitive types
of predictor material were eiAven preference.

2. Test constraction, includinG deveiorwnt £ tc-t items ana
problems and firming up of content throu&h reviews ana i.'c'rzal tryout.

3. Selection of battery content and shortening of compcntcnt tests
by analysis of results in a large sample of officers.

Samples In which battery content was evaluated were selecte& from
approximately 650a officers to whom the battery in original týixe.r-iay
form vaz administered during Had3-1.59. Ihd an Officer Er.alu tcn
Center been operational by 155j as uriginally planme.i, thu c:•Lmntul
battery would have been validated against the situational perfor..ance
criterion. However, when the estaolishment of the OEC was delayei,
decision was made to obtain special on-the-job ratings of1 the officers
in the sample and to use these ratings as a yardstick against which to
make a preliminary evaluation of battery components and item content of
the instrumento. Results were used as a basis for eliminating the less
effective porticns of the battery. (Details of the data processing and
analysis are presented in Section I of the technical supplement.)

By July 1961, the entire predictor battery, shortened and rrinted
as the Differential Officer Battery (DOB), was ready for administration
to a new sample of officers entering active duty, and for validation
against situational criteria administered at an Officer Evaluation
Center. The shortened DOB requires two days for the paper-and-pencil
tests, plus about one hour for the Physical Skills and Stamina Tests,
and another hour for the Officer Potential Ratings which are obtainei
in the seventh week of tha Qfficer Orientation Course instruction at
each branch school.

Content of Battery

Six types of predictor have been retained in the battery now under-
going validation (Figure 2):

1. 3ioLraghical and Seol-Description Znatruamnts. The three
instruments included measure background, personality characteristicu,
attitudes, and expressed interests.

2. .Iformation Tests. Explicitly, these instrumenta test informa-
tion in various subject-matter areas. The hypothesis is that information
gained, particularly without formal training in a subject, reflects
intereat in that area. Information items have proved differentially
predictive in tLe enlisted domain and in other research both in and out
of the Army. Both information specific to military tactics, logistics,
and finance, and general information--chiefly nonmilitary--are included.

-5-



Biographical or 3elf-Descri-ption

Personal Data Record (PDR) 397 55 30mia

Drifferential Inventory, BEkt A (DI-A) 4152 212 lh OmCin

Differential Inventory, Bklt B (DI-B) 4153 350 lh 50min

Information

Information Test, Bklt A (IT-A) 4148 150 lh 15min

Information Test, Bklt B (IT-B) 4149 150 lh 15miu

Information Test, Bklt C (17-C) 4150 150 lh 15min

Information Test, Bkit D (IT-D) 4151 150 lh 15min

Social Perception

Group Awareness Test (GAT) 4093 75 lh 00min

Individual Understanding Test (OUT) 4092 75x3 lh 30min

Cand Jugnt

Speeded Practical Judgmnt Test (SPJ) 3395 40 lh 50min

MIyucal Skil1s at Staams (185) 4079 lh 00min

Two-IbM Coordinatlon Test (DA 6124) - -

IbeUMi Ue tball Throw - - -

Bodiuwsm Cravi

Officer Potential hatap 3381 (Rev) lb 00mn•(leer Ival~iatm)

Job A. Malinatrative Leadership 3378 -

Job B, Tactical aM Troop aadership 9 3 37

Flgmn- 2. The Diffe6renioI Officet Bettery e"ministered to off ienput, June %1Februry 193



3. Social Perception Tests. This set of tests is designed to

measure ability to estimate opinions of others in_ a group (empat.-,y) or
to perceive similarity or differences in the view"s and attitudes of

Sindividuals (assumed similarity). Studies have shown that *iocial per-
ception of this type is related to leadership aad. tangentially to group
effectiveness.

4. Cczmand Jud~ment. The Speeded Practical Judgment Tcst uses a
moving picture film dramatizing command problems to measure the ability
to make sound leadership decisioas in situations involving subordinates.
Speed and soundness of judgment Iave been found to be related to leader-
ship in a variety of situations.

5. Tests of Physical Skills and Stamina. Measures of physical
proficiency have been found to piedict leadership ratings of US34A cadets
and later efficiency ratings and Korean combat performance of USMA
graduates, as well as performance of enlisted men in Arctic maneuvers.

6. Peer Evaluations. Early ratings by associates have been found
to predict later leadership behavior in a variety of situations including
combat. To evaluate peer ratings for differential prediction, the
ratings were obtained after the ofticers had had seven weeks of associa-
tion during initial branch training.

THE SITUATIONAL CRITERION TESTS

The framework for the officer testing is a simulated Military
Assistance Advisory Group (MAAG) Beadquarters. The HAAG setting appeared
to provide a reasonable vehicle for introduction of a variety of duty
assignments. gone of the tested lieutenants wll have had specific MAAG
experience; thus the envirormnt is equally unfamiliar to all. The
lieutenants to be given the situational criterion tests are informed
±that they are reporting for duty at a United States Arn MAAG Headquarters
located on the outskirts of trie capital city of a friendly host nation.
While awaiting reassignent to a field unit# they are told they will be
called upon to perform a nuer of different assignments. The narrative
provides for a succession of technical and administrative assignments,
followed by appropriAte combat activity.

The basic purpose of the situationai tests Is to provide measures
of performance in duties representing the technicalp administrative, and
emmbat job areas--easures which will permit differential validation of
the predictors i, those areas as a test of the minimum hypothesis. Tasks
were selected to provide reliable coverage of each area, but the whole
spectrum of activities in each area was not necessar'ily represented.

Under this concept, each job sample is a mission or specific assign-
ment which in its totality is representative primarily of one of the
three areas. These representative missions, or job samples, are inte-
grated into a single exercise bound together in a realistic sequence.



Situational Test Requirements

Certain research requirements provided joint and continuing guidance
throughout the development of the situational measures:

1. Since all criterion examinees, regariless of bachgroand, vould
be measured in all tasks, it was necessary that all taohs be susceptible
of performance without specialized experience and training. Officers
having the specialized experience and training relevant to a liarticular
task would, of course, be at some advantage; but the bricfing•, refer-
ences, and other resources male available for each task. voul-l. permit all
officers to undertake eaeh particular problem.

2. Within each area (technical, administrative, c.ýrYiat) the tas,.-
chosen should involve military activities which quaiifi,:. military con-
sultants recognize as military requirements representttive of a Iivwn
area. For purposes of the experiment, and particularly in vie;, of the
extreme economy required in support personnel, an officer bein, e.xamine.
might be called upon at times to perform tasks which an officer uolild
normally have someone perform for him, but the task itself shcild be a
reasonable military requirement.

5. The military activities called for in the various tasks should
involve psychological behaviors or military end-prolict.- ý:hichr..r mili-
trjrily meaningful and characteristic of Good or poor ofgicvr pe fornwrnc
in the given settinG. That is, performance should be reco-nizablu by
qualified military consultants as acceptable or unacceptable, capoble of
buing observed, and capable of being objectively recorded or q'.rt..t."tively
evaluated.

The Scenarios For the Individual Tests

In preparing tests. for each area, the first step was to co-.i.ult the
appropriate sources--officers who were experts in their partiLu.lar ficdi,
as well as relevant publications. An overall outline of intnletn tont
coverage of each area was then skc.tched out. Short statements of Pot,'2X-
tial Job-sample tests were formulated and then expande, into two-pate
test sumaries. The test summaries were reviewed by subject-istt,.:
experts, and the more prmisinr. were selected and rcviserl for further
development. For each sumary so selected, the military-pzychological
factors to be measured were identified. In consultation Alith subject-
matter experts, the selected test summaries were expanded Into uraft
scenarios of test action.

Completing the Scenarios in the Field

The draft scenarios were subjected to tryout administration, during
which further development and revisions were accomplished. This phzse
was completed by the middle of 1959. During, the next two years, the



scenario for each test was incorporated into a full manual which included
colete backgroundi facilities, personnel and time requirem.nts, instruc-
tions for administration, and all scoring documents rneeded to administer
the tests either as a single problem or as part of an integrated series
of problems.

Each situational test was then taken to the appropriate branch school
(Figure 3) for technical review by subject-matter experts of the achool.
faculty, and dry-run administration. Further revisions were made as
necessary, and the revised manuals were reprinted for use in the zitua-
tional criterion testing. Final refinements in each test were worked out
during initial implementation of the Differantial Officer Performance
Battery (DOPB) at the U. S. Army Officer Evaluation Center.

TECHNIICAL AND .DMINISRATIVE TESTS

U. S. Army Engineer School Fort Belvoir, Virginia

U. S. Arn, Ordnance School Aberdeen Proving Ground, lMaryland

U. 3. Army Quartermaster School Fort Lee, Virginia

U. 3. Arra Signal School Fort 14omouth, New Jersey

U. 3. Army Transportation School Fort Eustis, Virginia

The Adjutant General's School, Fort Benjamin Harrison, Indiana
U. -. Army

COW~T TESTS

U. S. Army Infantry School Fort Benning, Georgia

Figure 1. Army service schools pIrticipeting in development of situationol criterion
pertormonce tests



THE OFFICIER EVALUATION CENTER

The Officer Evaluation Center (CEC) was established as a class II
activity of The Adjutant General (TAG) 1 March 1962, with station at
Fort McClellan, Alabamal/. When the Aruy reorganization resulted in the
activation of the Office of Personnel Opprations (OPO) 1 July 1962, the
UEC was made a class II activity of OP02_/. Within OPO, the OEC became a
responsibility of the Executive for Career Planning, Officer Personnel
Directorate. The table of distribution provides for 17 ufficers and 41
enlisted men.

LI' May 1962, the first of the comsissioned staff vere .,n duty at
Fort McClellan to take up the work of fundlng, manning, and equipping
the center, refining cost estimates, and arranging for buildirZ modifica-
tions and logistical support from Fort McClellan. The coanaillng officer
and the first of h.is commissioned staff to become available were briefPd
at the U. S. ArnW Pers6nnel Research Office (USAMhO) in Washington befor,-.
proceeding to Fort McClellan. The briefings covered the officer predic-
tion research in general, basic concepts of psychological Measurement,
and plans for the CEC 4o administer the situational criterion exercise.
USAFRO personnel then accompanied the OEC officers to Fort McClellan t.
orient OEX personnel in the administration of the si-cuatioual tests of
the Differential Officer Performance Battery. At the end of 1962, an
APRO research psycholopist was recruited specifically, to be the Officer
Prediction Task psychologist in residence at the QEC.

The APRO research psychologists who had "authoreu" the tests provi&'e.
the 08C commissioned staff with detailed orientation on the a,3ministr&, tx

and recording of each test (Figure 4). Officers in charge of testing
teams then gave detailed instructions to their enlisted team memb•,rz,
vith the test authors present for continuing guidance. Durinr thiL phi "e
of the testing process,, exalne roles were played by OEC stafe r.emu,., .
Examiner roles were rotated to provide cross training. At firsit, e•.c
situational test was conducted separately, testing a single exuminee.
Gradually, itegration of tbe tests into a MAAG narrative was undertaken,
and two or three examinees wera teoted simultaneoucly. By thq end of
3eptembor 1962p related tests were being administered to six examinoee
smultameously--the Intendred pattern of Center operation. Neaxh the -ni
of 1962, a total of 12 tests vas first administered in seqcince in an
intepted MAAG narrmIve. Lioutenanto made available by kort !lTcClellan
activities were introduced as trial examAinees--first singly and finally
in pilot groups of si examineeu at a time. The OC was ncw ready to
begin shakedown operation--evaluating the first groups of lieutenants
previously tested with the Differerntial Officer Battery of experlmental
predictor tests (Figures 5, 6, 7'.

1_ DA General Orders No. 10s, dated 26 February 1962.
DA General Orders No. 35, dated 19 June 1962,

- 0



)

Figure 4. Coloni John, H. f'xon, Infontty, Commanding Offit
APRO staff
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Figure 5. Officer examinee ot the Officer Evaluation Cent
Commanding Officer has assigned to him
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While this team training was in progress, Officer Prediction Task
psychologists (the test authors)--in consultation with the various test-
ing officers and the OEC commander and his operations staff--6ere taking
advantage of the experience of actual conduct of the terts to introduce
modifications and refinements in test content, in the zcoring, and in
the MAAG narrative.

OEC Shokedown Operotion

The first group of six lieutenants previoasly tested with the DOB
performed the OEC exercise in Februar; 1963. Scheduling is in two-week
cycles, with two groups entering one week and one group the next. The
selected lieutenants reach the CEC after 18 months of active duty. They
are selected, to the maximum extent possible, so that each six-man groUp
includes two with technical background, two with administrative back-
ground, and two with a background of combat assignment.

Shakedown operation of the OEC, with lieutenants as examinees,
occupied the first half of 1963. During this period alse., as a result
of the deteri.lation that there was insufficient technical coverage in
the Differential Performance Battery, three new technical measures were
z4cveloped, tried out, and introduced into the total .MAAG exercise.
Finally, in order to obtain auxiliary criterion .nformation (branch and
job satisfaction and strength of career intention), the Officer Assign-
ment Questionnaire was introduced for administration to each lieutenant
upon arrival at the CC. Except Cor the completely new technical tests,
moet data collected during this period could be regarded as validation
data. By July 1963, all measures were in final form and testing with
the complete DOPB cenaced for the record.

THE VALIDATION SAMPLE

The overall scbeme for validation of the Waderential Officer Battery,
using a second sample of off Leers entering active duty, is essentially
that origirally intended for the 19:8-1959 samle. Officers entering
active duty were given the predictor battery at their branch schools
before beg'.mnin. their Officer Orientation Course. From June 1961
through February 1963# the shortened DC was administered to nearly 35C0O
selected officers entering active duty In nine branches (Figgure 8).
Officers tested at the bransh schools were for the most part those having
COIM assignment, preferably in the Southeastern part of the United Statc.
in order to minimize travel distance to the OW. However, exclusion ot
all overseas assignees was not possible in the case of Ordnence Corps and
Quarteraster Corps officers. The August 1962 orientation classes of
Regular AraV officers, both U. S. Militar• AcadezW graduates and RCTC
bistilngui3hed Military Graduates, were included in the testing. After
about 18 months of active duty, officers selected primarily on the basis
of duty assignment are assigned to the CEC to go through the situational
performance exercise.



Branch School No. of Examinees

Infantry (Bein) 398
Armor (Knox) 371

Artillery (Sill ana Bliss) 396
Engineer (Belvoir) 277

Signal (Monmouth and Cordon) 208

Ordnance (Aberdeen)a 991

Quaatermaster (Lee)a 526

Adjutant General (Benjamin Rprrison) 185

Finance (Benjamin Harrison) ill

TOZAL 3463

aSone overseeas eselghes tested In Ordnence and Qwsotenrmeoet Cowp

Figure S. Selected newly commissioned officers tested with Diff~eentiol Officer
Batter, June 1961--February 1963

As vith the earlier *emle of predictor examinees, punched-card
decks obtained oan regular basis from The Adjutant General's OffLcu
show current orpaizatiomal address of all lieutenants who took the DOB
during 1961 and 1962. Beginning In the latter part of 1962, inquiries
have been mailed to fitr-I organizations of successive waves of DOB
examinsese The orpualatlons are asked to provide descriptior'. of the
job duties of the offioers In question ard ratings of their duty per-
formaonee Perfoauum ratings obtained frm each officer's immediate
supervisor, an addtitlo•al supiriorp and two close associates will permit
cuparison of rating oriteria of thi kind with the situational criterion

obtained at the a. Dut descriptions obtained from all raters and from
the offlier himelf provide t basis for selection of officers to go to
Fort IaClellaa to r0 oeve situational criterion amsurement and also for
deter•miation of rat samples for analysis. Thusp the rating criterion
is obtained on all DB examinees Aether or not they are selected for
OE evnluatio•.

A criterion evaluation sample of 900--300 each with technical,
adfinistrative, and ecat comnd background--is considered minimal.
Becamue the input rate of ew .ee lieutenants to the (EC is lower than
ant.•Ap&n:d (42v rather than 600 per year)# and because of delay in
.eginning CEC operation, the existing examinee pool of two-year reservists



criter*'m measurement. In order to provide the requisite pool for cri-
terion meus•.rement at the Center during the first half cof 1965, additional
officers ertarting active duty during 1964 will be given the DOS. Current
plans call for %re Officer Evaluation Center to operate through June 1W6.>.

Throughout this period, job-duty information and performance ratings wlll
be obtained by mail on successive waves of DOB examninees, mnd selection
of DOB tested officers to receive orders to the Center vill continue.

CURRFN'T S1 jTUS OF THE PROGRAM

To simmarize, in tr.e first quarter of calendar year i•6, przo)re.cs of
Officer Prediction research stands as follows:

1. The Differential Officer Battery of experimental tests has been
developed through successive--and sawtimes repeated- -stages of planning,
construction, a priori refinement, experimental administration to 65303
officers, analysis of content against the criterion of rated officer
performance, selection of content based on results of the analysis, and
organization into appropriate form for administration, together vith the
necessary auxiliary testing materials.

2..he experimental Differential Officer Battery, in revised and
shor.tened zorm, has been administered to a second sample of 3500 incoming
officers from which samples of officers performing primarily in technical,
administrative, and ccomat assgnments are selected. In the selected
sample, predictor scor~s will be analyzed in relation to situational per-
formance criteria to determine the differential predictability of techni-
cal, administrative, and €umbat officer performance. Additional testing
of incoming officers Is "heduled as a nmeas of Insuring a sufficient
number of DC8 tested officers with a year or more of experience to com-
plete the criterion smle. Duty descriptions W job perforwance ratings
are obtained on the DC examlne sble. Mw Job description inforation
serves as a basis for selectiA offTicor for the situational criterion
sample.

3. Situationl tests to aonstiwta the Differential Otffcer Per-
forManoe Battery have been devised to measure officer peermeance in
representative situations occurriuS or expected to oceu. in officer Jobs.
Through repeated review, tryout# an field testingD the test situations
have been forged into the present officer perfonnoee exercise, consist-
Ing of five technical situations, five administrative situations, and
five combat situations.

4. The Officer Evaluation Center has been established at Fort
McClellan, Alab-m- for the purpose of administering the situational
criterion tests to officers in the differential validation sam;le.
During the early months of the Center's existence, activity focused on
integrating the situational performance tests into a continuous exercise
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labi Place ina • milated HAA setting Maeo runs bavc been anplated In which the entire evaluation exercise wa aftn~tred to gop

o oficers previously tested with the DaIB.

5. Of~ficers; of the "for the record" validation sample are now being

tested, three six-man groups in ea:;h two-week period. Ongoing procedures
continue for obtaining Job-duty information and performnce ratings by
mail on successive waves of DOB examinees frm vhom officers are selected
to go through the situatioaal test exercise at the Center.

6. Statistical processing of situational test data and auxiliary
criterion data has been initiated.

7- Preparatory to differential validity analysis of predictors,
considerable statistical processing and analysis of the data need to be
accoplished. Analysis of predictors in the initial rated officer sample
(1958-1959) was directed toward identifying the more valid content of the
predictors assembled for tryout. Further analysis of these data has been
undertaken to organize officer responses into scores which will be
psychologically meaningful for officer c.,reer orientation. Specifically,
subscores, or keys, for the self-description and interest questionnaires
representing recognized psychological dimensions have to be developed on
the basis of results vith the 1961-1962 sample. Job-oriented keys
derived empirically on the 1958-1959 sample are already available.

Coordination is In proress for collection of data used operation-
ally In ROYTC selection and branch and duty assi.2fent of the two-year
reservists who took the DO? 01ts Informtion consists primarily of
records obtained frm ROC iourOeos and Includes the score obtained by
each officer on Vth ROC O&sIfng 3otination (RQ), his college major
and grade-point avenra in his callse cou-es,, his stated preference
for brnoch ass 1eipnu, an simila ba•kgromi informtion. In addition,
•aderp'uate dta an branch prefnotees ane obtained for the Regular
AW off ecers In the eI*e, AnluIhnga both U. S. Military Academy
grduates and DiAtiAIahe4d NHtla OraAstes o the ROTC program.

PROECTED VALIDITY ANALYSIS

go teaehlealft. adistretit and e•at-tMe performince scoreA
hievd by 900 liautewAs at the Oticer Iwtlistion Center constitute

the Prfhipal entsiels for testing the "minion hwPothssis" of this
ressanh--mmly, SWe abilties to met the differing psychological
re•J•rwints at tecalal, administrative, and cbat-type officer Jobs
are differentlaZy predietable.

lor all 900 offiees selected, there will be situational criterion
scores in teoheical, admlnistrative, and cost-type performance, plus
aumiliary criterion measure* o branch and job asticfaction and strength
of career Intention. In addition, Informstion an vhether the officer
elected to remain In service--or vas retaind--vill become available for
the two-year reserve offliers in the total sample as their terms of
obligated service expire.
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The first differential validity analysis will ba undertaken in
1964-1965 based on criterion cases processed by a cut-off date (to be
established). Further validity analysis will be conlucted sequentially
thereafter ai data are collected on sufficient numbers of officers. The
validity analysis will follow two main currents. The primary test of
the differential predictability of performance in th.-ee major types of
officer assignment will center in the QEC sample of 9W officers. The
primary questions to be answered by this analysis will be:

1. Does the experimental measure or set of measures developed (in
the 1958-1959 sample) to predict successful performance in a given Job
area have higher validity for that area than for other areas.

2. Does it have higher validity for that area than do measures
developed to predict success in other areasI

Affirmative answers will indicate that differential preciction is
occurring. Relative success of the experimental predictors will con-
stitute a basis for selection and refinement of measures for operational
use. This objective will be pursued through analysis of lesser com-
ponents of predictor scores--even officer responses to inaividual items
in the tests, if necessary--against the situational performance criteria.

There is a further question--and one vital to the contribution of
the research to officer career management: voes the experimental pre-
dictor improve on the selectors nov in operational use, or, if used in
combination with the operational selectors, does it add to the effective-
ness of selection procedures? An affirmative answer to this question
will indicate a potential gain to the Army over the personnel management
tools now available.

Also in the WC saogle, the validity of the predictors will be
examined against aaxlleary criterion masures of branch and job satis-
faction and strength at career Intention to determine whether means
exist for placin newly conissioned officers in branch and job assign-
ments which will enhance their feelings of satisfaction and their dis-
position to becm career officers. FinAlly, the inter-relationships of
the eit.aational criterion scores, the auxiliary criteria, and job per-
formace ratings obtained by nail will be examined.

In the larger goup for whom ratings are obtained by mail, the three
types of predictor (operational data# Job-oriented DOB eubscores, and
subject-matter DOB submaores) will be validated by a similar differential
analysis. The sample will be broken down into subgroups matching those
analyzed in the 1958-1"9 examines sample. Since these subseample repre-
sent a more refined breakout of officer jobs than do the three broad
categories of OW examinees, favorable outcome of analysis i'n these
groups my permit the selection of predictor content for operational use
over a fairly wide range of officer Job types.
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POI"CT90 UPLIMNTATtON Of D01 MIASUIRI FOR OPFRATIONAL UME

The actoa1 Se y foxr eeooutig D8OOM personnel policy i•s the
O(*ics of ersounl (WermtioisU (OPO), apleawntation of officer career
PQIiQIe Its uWer i rection of the Executive for Caner Flamlng,
Ofticer Per*KWb l Directorate, who also has co nd responsibility for
the W, A& expressed by the Executive for Career Plawning, the most
lmediate iaterest Is iA personnel mamagement tools applicable to R=TC
graduates in General Military Science, who serve a two-year obligated
tour. Psychological measures would be appropriately administered before
the senior year of college--probably during ROTC summer camp, when peer
or other evaluations are currently obtained for later conoiceration in
career orientation. Scores would then be available to personnel action
agencies for duty assignment of all ROTC men serving the two-year obli-
gated tour and for guidance in branch assignment of the General Military
Science students. Scores would also be helpful in guiding initial
assignient or Distinguished Military Graduates of ROTC commissioned as
RA officers. Scores on differentially predictive measures could also
be made available to the ROTC student for purposes of self-analysis and
guidance in deciding on his branch preference.

For other incoming officers, profiles of differential scores would
be useful in identifying those m.'st likely to succeed in specialized
areas of assignment, as vell as those matching the generalist concept
of "all-round" competence.

Improvemat in officer ptilization through successful differential
predictiom ahould lead to iAproved military effectiveness, officer
morale, branch and job satiefaction, career attractiveness, and retention
rate. Tbrough Aa3ysis of the several predictor-criterion relationships,
there should also be an Increased understanding of the differing psycho-
logical requireinte at different kinds of officer jobs.
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DEVELOPMENT OF PREDICTOR AND CRITERION MEASURES AND PROJECTEDSTATISTICAL ANALYSIS

TECHNICAL SUPPLEMENT
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TECHNICAL SUPPLEMENT

SECTION I. DEVELOPMENT OF THE DIFFERENTIAL OFFICER BATTERY (DOB)

CONTENT OF INITIAL BAT'rERY

From October 1955, when officer prediction research began, to July
15.57, attention centered on development of the experimental predictor
battery. The initial set of experimental measures, termed the Differen-
tial Officer Leadership Battery (DOL), vas designed to reflect both
officer characteristics which differ in importance in different officer
job areas, and officer characteristics associated with officer job success
in general.

Self-Description Instruments

Peror.al .ata Record (PT 3397). The instrument contains 55 items,
,j reflect=n- socio-economlc status and 25 reflecting preferences for
zch3ol satject. and school achievement.

'onbat Jelf-Descri tion Diank CSIB-l (PT 3203) The instrumcnt

contains 2• it.ems of varied format measur ng aggressiveness, individual-
ia,, emotiona] and social spontaneousness, and various work interests.
Content was selected on the basis of previous resewt h to identify effec-
tive combat leaders.

Officer Leader 4glr-Desgigtlon Blapk DIZZIB-l (PT 333)1. This
self-description blank contains 00 yes-no 4 2-oice items reflecting
leadership, Army adjustment, suitability for, and interest in, technical,
administrative, or combat-type Jobs, a"d specific interests in ten job
areas previously delineated for the officer NOS analysis (referred to on
page 2).

Infoemation Tests

Explicitly, these instruments test the individual's information in
various subject-matter areas, on the hypothesis that information reflects
inti.rest in those areas.

Tactics Test, ,'2-1 (PT 3221). The booklet contains 3.15 items on
combat tactics.
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Loalstics Test (Technical), LOG(T) -1 (pT 5MO). The booklet contains
S107 items on Technical services hardware kor civilian materile closely

related thereto).

Logistics Test (iupply), LOG(.j)-1 (PT 3219). The booklet contains
120 items on supply and warehousing.

Financial Management Test, FV.-I (FT 3222). The bcooklet contains
122 items on market transactions, accounting and auditirn, Lud buzineos
practice.

General Information Test, GIT, Booklets A throu, F (P, ;2"t throutgh
3281). The booklets contain, in all, b44 items covering world a•fairs,
mechanics, outdoor activities, science, sports, aeathetl!s, :.ath.LMatics,
recreation, social welfare, and miscellaneous areas.

Sociul Perception Tests

Group Awareness Test, Form A (PT 34o3) and. Form B (1-1 -4)l). This
test is an empathy measure, in which the examinee uses a 5-step scale to
estimate the percentages of INCO's, enlisted recruits, and newly cc-..zd z
ROTC officers agreeing with each statemezit. Each form consluA ofI .
statements. The forms, presented as the General Opinion Survey, wc
administered to approximately 400 UCO's, 400 enlisted recruito, and 4u.)
newly commissioned ROTC officers, and the percentage of each Croup Ucttual-
ly agreeing with each statement was determined. For each item, thu V.x-
aminee's score is the number of scale steps his answer departs froe. the
correct answer determined by actual percentages in the nonaative groups.

Individu UnderstdI Tlt, Form A (PT 30)and Formb B(T 34041.
This test ls ar• Assumed e lty meUre. The examinee uses a 5-step
scale to report his own agreement or disagreement with each staten'nt.
On a second answer sheet, he uses the sam scade to estimate the rcsponseo
of the "most promising" future officer (not identified) in his IrOTW
4ass. On a third answer sheetp he estimates the responses of the "least
promi:ýna future officer. For each item, the examinee receives three
scores: (.) the number of scale steps separating his own response from
that which he estimated for the "most promising" officer, (2) the nuwber
of steps separating his own respons from that which he estimated for the
"least prmising" officerp aM (3) the number of scale steps separating
his estimated response for the "most" and "least" promising officers.

T4st of Command Judgment

The DL Battery contains one test designed to measure the examinee's
ability to make auund leadership decisions in situations involving sub-
ordinates.

&Mled Practical Oudfment Test (PT 3395). A r,,vie film adapted
from training materials developed 'by the Huma Resources Research Office,
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dramatizes ten problem situations--there is an initial practice situation.
When the dramatized sequence reaches the point requiring the commander's
decision, the dramatic action stops and four possible solutions are pre-
sented on the sound track. The examinee uses a 4-step scale to evaluate
each solution independently, under conditions of closely linited time.

Tests of Physical Skills and Stamina

The manual for the original set of Tests of Fhysical .73klls and
Stamina (PSS-2) (PT 3410) provided for six measures:

1. 150-yard Shuttle Run

2. Kneeling Basketball Throw

3. Vartical Jump

4 . Pull-ups

5. 4O-yard Endurance Crawl

6. Two-hand Coordination Test (DA PR7 2617). This test requires
rapid striking of styli into irregularly arranged half-inch circles,
alternating single strikes between left hand and rigbt hand.

Peer Evaluations

The DOL Battery includes peer ratings as experimental differential
predictors, evaluations being obtained after **ven weeks of association
during initial branch training. A booklet# Directions for Accomplishing
the Officer Performance Rating Scale (PT 81), provides a 5. oitep scale
for evaluating associates on three @epeante fonw:

Job A, Administrative Leadership (PT 3378)
Job B, Tactical and Troop Leadership (PT 379)

Job C, Technical Leadership (PT 380)

REFINEMENT AND SHORTENING OF THE BATTERY

The initial battery required three days for adminiatration of the
paper-and-pencil tests and an additional half day for administering the
physical proficiency test and gathering other information. In this form,
the battery was administered to an input officer sample of 6500 on whot
job rating criteria accomplished specifically for officer prediction re-
search were '.ater obtained. Administration to the in.zoming officers was
originally intended to provide the sample in which the differential
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S validity of the instruments would be tested against officer performance

on the situational tests. All officers, RA and non-RA, graduates of the

U. S. Military Academy, and Distinguished Military Graduates of ROTC,
entering active duty through eleven branch schools from January 1958
through June 1959 constituted the sample (Table 1). According to the
intcnded schedule, one or more Officer Evaluation Centers, each manned by
some 50 or more military personnel, vould bc cetablished tv begin situa-
tional testing in July 1959. Somewhat in advance of that date, it became
clear that no such facilities could be made available. In order tc use
to best advantage the data already cdllected, APRO quickly formulated
plw.s to obtain special on-the-Job criterion ratings of as many as possi-
ble of the 6500 examinees to provide an external yardstick as a basis for
shortening the predictor battery. The Haman Factors Sub-panel of the Army
Scientific Advisory Panel reluctantly indorsed the proposaiL while still
urging that the validation ultimately include the situationa.. performance
criteria.

Table I

N0LY COWSSIOID OFFICERS TESTED
aITH DIFFERENTIAL OFFICER LEADERSHIP BATTERY,
JAIUARY 1958 to JULY 1959, BY BRANCH SCHOOL

Branch Sidhol No. of Examinees

Ilnetry (Beoning) 1,511

Armor (Kaox) 579

Artillery (Jifl and Bliss) 1, 862

Engineer (Beivoir) 407

U2ipal (Monmouth) 64+2

Ordnance (Aberdeen) 51

Transportation Corps (Eustis) 443

Quartermaster (Lee) 371

Adjutant General (Benjamin Harrison) 240

Finance (Benjamin Harrison) W,

T0•AL 6,502
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Analysis of .battery content was per•'orm~ed in two phase_ : anh°e..l

analys.is of inforiation test items, botL renera. a:rid in specl'I- :ilitary
job areac, on the bazis of responses of 5. officers exwz.Ined early in the
predictor .data collection period; and a validity study of tct. zont.-.nt
agai" at on-Job ratings in samples taken from thr total gor ., of Q'f.D
bfficers. Through these analyses, tL,-. ba.".,r, was pared t) .I..- r.t
where only two days and two hours werc r.-lirel for prcdict-r la'a
collection.

Prelimintmry Analysis of Information Test Content

On the basis of the responses of the .50 nfficers, analysis _f tlXt
information test items was performed in order to cluster tLe itc, ani
provide subscores representative of the subject-matter areas incluc-.z ir.
the 644 items of the General Information Test and in the specific nilftar:
siibject-matter tests.

For the specific information tests--Tactics, Logistics (:echnical),
Logistics (0upply), and Financial INanagenent--each iter. in a CiCe,. te•t
was biserially correlated with total score on each of the four testL. a~d
also with total score on the 644 general information: itens. ror an it'z
to be selected for the refined subscore in a test, the bizerial cocffi-
cient of correlation with the test in which the item occurred vas req_.rrcl
to be of suitable magnitude and also to exceed its biserLal coefficit nt
correlation with any of the other three tests involved. n,:xsttc are
shown in Table 2.

Table 2

LYFEý!T OF~ *3URTEMflG T FOUR SPECIFIC IU'4~I;..,
BY ZIX 4AL COWJLTE.CY JIAALYI.

Number of Items

Items selected
Original in prelixinary

iNatO of 'Zest Test analyois

Tactics 115 61

Logistics (Technical) 107 65

Logistics (S-pply) 120 50

Financial Management 122

TOTAL 464 261
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tumiw &nq~z'a*.S -0 pna e 1afnaica test Itmasi Sw~di
by correlatine eac:. of the 4Z.A viVss eseb QC the afttalj 401y
ceiv~ed slubseors incluaing the submcre in *tich the itew acaued. &*-
3equently, ,iw~ cl..sters vere twice revise.. oA, a beuls of wrTimi so tha
the finpal3 sctL of subs'.. res were not ierived vith. capplete depeLn'clýae an
the statistics. The e~feci. of the -e steps for the general iri~ormstion
ite;.ai is show-.. in .able 3.

A'abe 3

N~wber of Itcr;s-

Itexi-- cellcted
Gr'Sinal inprL.ay

Stubje~.* ..te.tter Ares, re st ea.aJlysis

Organizad 6ports 6`

:*&tare .Jports 22 :.4

BiolC'& end M.edicine 31
Psycholoar wid Psychiatry 1

NelecAnical Information 5
Physics 27

Chemi stry 26 22-

History wAd Phtosophy of Sciencex1
MathemUsti ý.2

22 15 2

iwt 26 1
Maio 26 15
Entertairint 21 18
Literaturý -12

World Affa4 a and Politics 5731
Socio-Soonomio Facts 3819

Quantitative )4iscellsivy 218

Non-Quantitative w~melanya 144

TOTAL 644J 4w.1
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The Netij Critetiea

Special Instruments were devised for the rating criterion, including
a special scale of officer performance (Fieure 9). Beginning early in
196 0, about L8 months after predictor testing, duty performance ratings
were obtained by mail from each officer's amediate supervisor, an addi-
tional superior, and two close associates. The officer and all his raters
were asked to describe the ratee's actual duties tc provide a basis for
determination of analysis samples. Table 4 shows rater intercorrelation
coefficients for all hard-core technical, administrative, and combat
com.Aand cases with four raters. On the basis of this inter-rater agree-
m..nt, it vas estimated that the reliability coefficient of a four-rater
average was approximately .73, of a three-rater average approximately .67
At least three ratings were required for a case to be included in the
samples.

Since promotion to first lieutenant normally occurs upon completion
of 18 months of duty as a second1 lieuterant, the relationship between cri-
tLrion score and mornths of active duty was examined, separately for first
and second lieutenants, for all iard-core technical, adrinistrative, and
co,..hat officers fcr whora months of active duty inforn..ation was available.
'Zic results shown in Table 5 ind,_catc independence of criterion scores
from lc:±,th of actijv duty in the case of first lieuteanmts; bvt for the
smaller nr,:,bcr of second lieutenants (averaging over 13 months of active
duzy) criterlon scores were found to average lo~wer and to correlate nega-
tively with nutber of months of service.

The Analysis Subsample.

From descripVAons of the duties the officers were performing, sub-
samples consisting of te-bnicalp administrattve, and combat examinees
were constituted, based on strictly circumscribed concepts of the duties
included Ln each area of asusinment. The bar-core technical sample was
limited to officers with asaignments as technical experts directing the
instal-lation, operation# maintemance, and repair of materiel or hardware
equipant, ei dher electronic or mechanical and electric. liard-core ad-
ministrative cases wore officers assiLed to normuteoriel support rae.ae-
uentp including eneral adminiutratiou, staff coourdination, and super-
visio.n of personnel, finance, and %ecords activities. The hard-core
combat sample arnsisted of officers in coand of tactical troops usilig
infantry or arrmor veapons, Including ooAa of trainees In B"tc .ombat
TraininA, and Advnnced Indlvidual Tr!ning. Five additional samples were
I"orzer to represent •fficer assignment in artillery cocntnd, combat.
staff, logisti's (aupply)p logistics (technical), and logistics (generas).
The •rtil-lerl ccmmand and combat staff groups were considered am supple-
mentc.ry cobat samples; the logist.cs (aapply) and logistics (•cneral) as
supplementary adm ristrative samples; and the logistics (technical) as a
supplementary technical sample. JSzwple sizcs and descriptive criteric:,
data for all hard-core and supplemutari samples are shown in Table 6.

-29-



Omne m6Auwx WSCM

WHAT IS YOUR OVER-ALL jUDWr
OF THE RATED OMCEtR 'S PERFM4ANCE OF THIS DMI'?

The VERY EMT TYPE OF aQWIE PEFUMMANCE- -an inapiring example to all.
I tru~t hOn c ipteily in Me assiginent, to kiov what In to be done
and to see that it Is domes In szy circumstance. * is perfozmenc. of

thi dtyIsfar above the r~~iat of his situation, suggesting the7 hies kind orfamal recognition through meritorious award, decora.-
tion, &r accelerated advancement in grade. This type of officer Is
Ideal for impwtant, duty In this kind of assigment.IAn IEI'RD0.Y NIGH TMP OF OMCER IrN~JE e pFMa a Creat deal
more than owi AeiFh inthis assigtuent. Rio performance of this'duty is makel above the requzirements of his situation, suggesting
torn.] recognition through of-chdl preparation of a special (favor-
able) efficiency report, or through letter cv'f' camendation or of appre-
clation.

VER GOOD OFFIR PERU@EANCE. He has more than enough of iihat it takes
to suZ~ceCin this assignment. His performnace of this duty is soneiAzt
above thie requiremnts a bis situation, suggest.11ug informal recogaition

EJhoi;gR speific fvoable canint (for example, in hi U15aa eff i-
Iciency re~,rt), and throiwgh informal appreciation or cme~idiation.I[GOOD OFFCER PERUOR"C--that backbone of the officer corps.* He has
ZUit takes to sau~cceed Li this assigramnt. R is performance of this

dup to the EqM4ramen of his situation, suggesting aen-
Oral apIecati-n(ob"msl unexprossed).

15-MOQMQ M MSE -godes' quite hLv* whiat it takes to
Moci-E-te- Monap vibou spelalhelp. Ris performance, of

tugUtyIs 0!s~ttol t m ame tso his situation, though31 tra i~na had. cc FR v* saction through inf ov-a1
"OM"re dtlons ,w prb prop r supervsion, orI .Liiaat of duty assiguast vithin the or~anization.

Z be hetoa hssituatica, sugesting formalcut v

an '80 SMUIS W opfrlino of & th*is: 2-;%~i

alan K report, throulb admnistrative admonition, letter of reprimand,

6-or s2! court, u* thrsu~ti: transfer out of the orj~aniiation.

TheWW OXor MCMrNPDUR)UAJCE--a total threat to the mission.if ithe- i~ lsin'T kw_ is job, or he mn not or vill not perform it a
IIrequired. His perfora~nce of this duty is far belov the riourmenta of

hiac tution , srug g elstificheati, drasticknd ofenei I court, civ
aci siution , thr ughreastingatn th emwoetcztion geea oro ori-
Eat off the 1-rmw.

ip~9officer perforniance scale on whiclo criterion ratings were obtainedi for analysis of
content of preiilinory predictor battery



Table i4

INtrECORREIATION COEFFICIENTS AMONG RATINGS, BY TYPE OF RATER
AND AVERAGE RATING BY FOUR RATES, IN HARD-CORE JOB SAMLES

S,, 6.-K7)

Other First 3econd Avg. of
Later 6up Assoc Assoc Four

Imediate Superior .47 .41 .34 • 7f a

aOther 6uperior -39° •37 -75

First Associate .39 .74a

a
3econd Associate .71

aP~ar-whvle relationshi p.

Table 5

I fl0As, STADAFWD DEVIATION:, AND CORRELATION COEFFICIET3
OF CRITE.IO SCOOREJ AIM M,1O:THS ON ACTIVE DUTY, B!r

GtRAWI: IN HARD-COfRE JOB &AMPLES

Criterion Months on Duty
Grade M'Na 8.Do mNA R.D. r

lst Lts 785 5.22 0.60 20.9 2.6 -,)l

2d Ltu 165 4.31 0.20 20.2 5,4 -. 27

TarfLds ) 5.07 o.65 20.7 3.0 .o-
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Table 6

1.=AAS AND STANDARD DEVIATIONS OF CRITERION SCORES FOR
THREE HARD-COWE AMD FIVE SUPLUMIARY RATING CRITERION SA=.LES

Sample N Mean SD

Hard- core

Combat Conmmand (Inf and Armor) 433 5.09 0.77

Administrative (Pure Desk Work) 4o0 5.19 0.70

Technical Hardware (High Level) 419 5.42 0.72

Supplementary

Artillery Conmand (FA) 178 5.03 O.8O

Combat .Staff'% (3-2 or S-3) 132 5.09 0.71

LoCistics (Supply) 16i 5.15 0.7J

LoCistics (Technical) 174 5.14 0.73

Logistics (General) 120 5.27 0.77

The supplementa•y sa|m'les reflected broader and more inclusive con-
cepts of those area than did the three hard-core sample.. Also, the
distinction between techanical aLd administrative areas emphasized the
hardwar aspect of the technical criterion area, and was not synonymouu
with the distinction between Technical and Administrative SJervices as
connoted by the Amy appellation. For example, the 4uartcrmanter Corps
and Transportation Corps are Army Tuchnical Services, but iri the present
research Quartermaster and Transportation Corps-type activities have been
included in the broader (non-hard-core) concept of the adnlarintrativ"
are&.

Item Data Analysis and Test Revision

Self-Description Measures. All three self-description instruments
were item-analyzed. The Personal Data Record, which is relatively short
(55 items) and tak.es only 30 mirrtes to administer, was not revised.
However, the number of high and low criterion cases in each of the eight
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subsamples responding to each option of each item was recorded to provide
means for later development of empirical subscores. For both the Combat
Self-Description Blank and the Officer Leader Self-Description Blank, each
option of each item was biserially correlated with the rating criterion.
Item analysis for the CO0'.IB was conducted in the three hard-core samples
and in the artillery command and comrbat staff supplementary samples.
Item analysis of the DOLBIB was conducted iL all eight samples, In both
instances, the general practice was to retain any item showing appreciable
criterion relationship in any sample. By this means, the C0IB %zas
shortened from 298 to 212 items, the DOLBIB from 480 to 350 items. These
measures became the Differential Inventory, Booklets A and B, respectively.

Information Tests. In the case of the information tests, items were
biserially correlated with the criterion in all eight samples. For the
four tests of specific military information, means, standard deviations,
and criterion correlation coefficients in the three hard-core samples
were computed for each subscore as established in the preliminary content
analysis and also for the remaining items in each test booklet. Sequen-
tial test selection was conducted to identify the best three-test com-
bination. Results shown in Table 7 did not reflect partioularly high
validity. It was therefore decided to select the best 50 itm•e from each
specific inforration test. In the case of the General Information Test,
items were selected at large from the 644 items. Any item showing ap-
preciable criterion relationship in any of the eight samples was retained.
For the cluster subscores representing subject-matter areas, average item
validity biserial coefficients and p-values in the three hard-core
saxples are shown in Table 8. Results of shortening the information tests
by item0 validity analysis are shown in 11bles 9 and 10. 'he shortened
irfo=iation tests were printed as four 150-item booklets. The first third
,:" each booklet consists of the act of items chosen from one of the
specific information tests, and the remaining two-thirds cover general
inaormation areas.

jocial Perception Measures. Item arAlyals of the social perception
measures kGroup Awareness and Individual Understanding) was conducted in
the three hard-core samples only, by product-moment correlation of each
of the item deviation scores for each item with the criterion in each
sw;Lple. Item selection acrous samples resulted in the reduction of the
Group Awareness Test from two 75-itm forms to one 75-item booklet, and
the reduction of the Individual Underutanding Test from two 75-item forms
to one 75-item booklet.

Coainmand J!dent Test. In the cawe of the 3peeded Practical Judgment
Testp which is on moving picture film and requires a special answer sheet,
time did not permit any attempt at revisior;. However, in the three hard.
core samples, each option of each item was biserially correlated with
the criterion to provide the basis for later development of empirical
keys.
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!Table 7

)mANS, STAXWD DEVIATIONS, AND VALIDITY COEFFICImus O SPECIFIC
INFOMATION TST SCORES IN TMWEE HARD-CORE SAMPLES

________________Sanples__________

combat (N- 33) Admin (N-4o) Tech 0--149)_
Test Key H SD r M. SD r 3. 3D r

Tactics

Items selected in
prelirmnary analysis

(61 items) 39.1 5.3 .17' 37.1 5.2 .Ile 37.4 4.. .09
Remainder (48 items) 24.1 4.2 .12 23.2 4.1 .x5 23.8 4.2 .16

Logistics (Technical)

Items selected in
preliminar analysis

(63 items) 287 7.4 .150 28.8 8.4 -.07' 35.3 6.6 .05

Remalier (14 Itema) 16.3 3.5 .09 15.8 3.7 .04 17.2 3.6 -. o2c

No 1" ") 59 5 .9 .09 26. 6.0 .12 27.3 6.o .14

SAI*iWr (69 Itms) 27-. b.6 .0) 27.o 0 9. 00 27.6 5.3 .o4

lý selacted in

(87 Ite=&) 37-4 11- *: 41.5 13.1 .04 37.3 10.5 -18

Rminde (35 items) 12.2 2.6 .06 12.0 2.9 .08 u.7 3.0 .08

2-Test Ha-tile R - .19 - - .17 - - .21

3-Teat Multiple - - .21 2 - .20 - - .21

S
V1r~ olr se"Wausm~aI ..I"wI- som.p.

bswod map 004018117 selected is ts "Moo.
Turd ewe ..~.elley "Soloed AmS wee~
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MORK:ATION REFIM)E M,".; 1:1 TM-lý' EC2D-MOUS ,••

.jamples

::o. o0 '=bat , Adminiatrativc lcchnical
Subject .Matter Area Iterza Avg r AvC, p Avg r Avg p Avg r Avg p

rganize& Sports 34 .04 .61 .o0 .62 .01 .61

'ature iporta 14 .05 .60 -. 01 .56 .00 .58

arm Facts 23 .04 .54 .02 .52 .oi .,5

iology and l~icdicne 22 -. 01 .51 -. 01 .49 -. C3 .53

'sycholoa" and Psychiatry i0 .00 .41 02 .40 -. 04 .39

:echanical Information 39 .05 .61 -. 05 .61 -. 03 .71

hysics 21 .06 .56 .04 .56 .01 ,77

bemistry 22 .00 .49 .02 .49 .. 04 .68

'istory and Philosophy of Sclenoa 18 -.01 .37 -. 01 .36 -. 02 .58

1athezatics 36 .05: .52 .01 .57 .03 .$,.

smg15 A00 ,5ý .00 .53 .04 .58

.rt 17 .001 37 .00 .36 .02 .,6

'usio 15 *..05 .40 .01 . 2 -. 02 .44

.ntertainmnt 18 .00 ,52 .01 . I -. 03 .- 3

-iterature 26 -.00 .ii5 .01 .43. .04 .45

'orld Affairs and Polites 31 .01 .57 .01 * .-55 -.02 .55

0,o-soonosio ?•*ts 19 .02 .47 .01 .46 .. o03 .4

uantitative Miscellanyr 8 .04 .56 .00 .58 -. 02 .62

on-Quantitative miscellany 13 .02 .62 .04 .65 .01 .62
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R Tible 9

;TECT (W SHRTEMIG THE FOUR SECIFIC I17UAMTION TES23
BY ITEM-VALIDITY ANALYSIS

No. of Items Vo. of Items rorals
Used in o -Usel in

Sel. in Final "3el. in Final
Prelim. Exper. Prelim. Exper. Prelim-

Ne* of Test Anal. Form Anal. Form inary Final

Tactics 61 25 48 25 10 50

Logistics (Technical) 63 36 44 j1 107 5o

Logistics (Supply) 50 28 69 22 lii 50

Financial M~anagement 87 42 35 8 122 50

TOTAL 261 131 196 69 457 200

~~ g~ome an &Ul six Physical Ski2lls and
h the citerion in all eight samples

" *A u In T0• • 9 1 The MvAlte Wel• . 41•i ointin• but in order to
M Z a i8 Mamm U t in this Weep vith eWhasis on the combat sample,
IM TWoMM OW trationt K nS Mauketbail ntrow, and Endurance Crawl
tests wor selected form Incliasin in the shortened battery.



:10. of Items N!o. of Izems.-- ,
Used LA ;', %d n.

.;el. in Final 5l nF~/:

Preldm. &bper. PrCe.U. Zxper. ;r . -

subJect M4atter Area Aunal. Form A.131. o : .:

Organized Sports 31, 23 12 6 4 2

Nature .3ports It 10 3 r 22 15

Farm- Facts 23 1. 11 34

Biology and I.edicine 2Z 15 36 1 15

Psycholoej and i.Xyr•h1&try 1) I0 6 5 16 19

,, eanica.o. Inomaticn X., a " ii 4 50 25

Ph.ysics 21 15 6 4 27 17

Chemistry 22 16 4 0 26 16

History and Philosor• y of 3CLenOU 10 0 T 117

mattx.--tics 18 16 6 52

Ow~es 15 22 16

Art 92

Music 6 "6 16

Eat rtaimont 18 321 18)

Literature 26 20 21 12 47 32

Zorld Affairs m P4olitics 31 i 26 19 57 i1

jooio-EconcimLe Facts 19 9 19 13 31, 22

Qiafntitative Usoellsay 8 7 13 9 21 16

OiA.401 25:. 2143 149 6144 400

11,0 . , hd.4 1.h. • .• ,S , h, SV mod Peehistl at#& £,t ie 11 - .eeAle PWe r aio .

Y 17 -



Cmauto ) (433) .30 -05 .08 -.11.1

AeA~in (01) -. 0 -.0 6 .2 -o

Teh(4).0 .1 ,3 -0 0

- -M



SECTION 1I. DEVELOPMENT OF SITUATIONAL CRITERION TESTS

Initial Test Content and Test Summaries

The initial sources for situational test content in all three areas
were the INOS descriptions, Technical and Field Nanuals, and related publi-
cations which had already provided the basis for preliminary grouping of
officer Jobs and the delineation of three broad Job areas. These ma-
terials had also guided development of the specific information tests of
the predictor battery.

For the technical and administrative aress, outlines of criterion
test coverage had been prepared by September 1957. Expansion of situa-
tional test ideas into two-page summnaries was completed while development
of tests in the combat area was still in the exploratory stace. In all,
31 test surmaries were prepared for the two areas. By the end of Sep-
ter:.ber 1.53, APRO personnel had completed review of the 31 technical and
administrative test sumreaies with appropriate Army specialists. ;ix
technical and six administrative tests were chosen for further develop-

In the combat area, further guidance was obtained by interviewing
combat experienced officers in the Washington area, viewing combat filn.s,
and examining combat histories, training films, and Army Training Tests.
Also, conferences were held with combat-experienced officers at the
Infantry, lrmor, Artillery and Zis.ile, and .Air Defense Schools. Con-
fere:,ces were also held at the Army War College, Carlisle Barracks,
Peanzylvaniap at. the Combat Develoyments Experiventation Center, Fort Ord,
California, ard with OFFTrAIN and LAT1AI. N task personnel at the U. S.
Army Leadership H Research LtAtp Monterey, California. An overall
concept of situational test covirase a:A a list of potential test ideas
were developed for the ocmbav area. At this point (1958), arrangements
were made for a specially cometituted panel of civilian psychologists to
review the research approach to the cobat criterionp thi overall concept
of situational trsit coverags in the cobet an&# and the potential test

ideaa2'.

Since all criterion exmaain•s vere to perform all situational tests,
ideas for the combat officer tests were based on bnch immterial prob-
lems not requiring speciallied amr or artillery training. Arrangements

I/The panel consisted of Dr. John C. Flanagan, President and Director of
Research, American Institute for Research; Dr. John K. Hemphill,
Research Associatep Educational Testing Service; and Dr. Robert L.
Thorndlike, Chairman, Psychology Department, Teachers College, Columbia
University.
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were made for review of situational test material or a generalized comibat
nature at the Infantry School, Fort Benning, Georgia. In October and
November 1953, APFO research scientists spent 15 man-weeks with experts
of the Famver Department, Delta Connittee, and Platoon Tactics Committee
at Fort '3cnning developf.ng situational test summaries for the combat area.
After appropriate revision, eight co.bat test suzmmries were identified
for further development. .te selection was aided by consultation with
specialists of the Infaitry, Ar.or, ;Artillery and Rissilu School, and
from USCONARC, who cam, to Washineton for the purpose.

In all three areab, overall covera,ze and test summaries were pre-
pared with a view not only to representative military requirements but
also toward development of a realistic and meaningul .AAG narrative.
In each broad area a tabulation was prepared showing the rilitary-
psychological factors to be measured by each test. (FiCure 10).

Draft Scenarios of Test Action

,o expand the test summaries into scenarios specifying the sequence
of test action and to establish the precise aspect of t..-n a-.ion to be
scored, APMLO research psychologists had to work jointly with Army s'bJcct-
matter experts. During the first half of 1959, APRO personnel visited the
following schools to develop the action for the technical and adninistra-
tive tests: T'e Engineer School at Fort Belvoir, The Adjutant General
School at Fort Benjamin Harrisi, The Quartermaster School at Fort LeN,
She Transportation School at Fort Eustis, and The Signal School at Fort
Monmouth. In addition, further scenario development for one set of tests
linked by the story line of the 14AAG narrative was conducted in Washington
in consultation with Engineer, Quartermaster, and Transportation Corps
experts. Through DCSM coordination, a field-grads combat officer was
designated to work with USAPO personnel in expanding the combat officer
test smmaries into draft scenarios and in identlfying points to be
score4.,

The drsift seniose weres given trial administration before teirG p-t
into toesot aw l tam in order to check on feasibility of administration,
natu•etl•ses at dislas rmlip, military meaningfulness, observability,
ea otiaebilit for sooring piaposes. bang this phase, further de-
wUpe t SMA revisins In seenm ce a" scere sheets were accomplished.

For te teftiecal "M afinist.at'v tests, task personel conducted the
Gvso~mtaltrias 1h ooLlaboantion with appropriate subject-matter

speelalists, r&rimly at the QuarteArsterp 8iAlp and Transportation
seoools, By ocordiation with USOMWC all developmental field work on
the ombat officer test problaems was done at Fort Oeoeg 0, Meade,
brylsand. A full.tim project officer and an enlisted teem of the Third

Armored Cavalry Regiint worked jointly with APRO personnel in field
developwent and revision of tae o'vat scenarios.
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Figure 10. Military.psychological beWhvios in situational criterion performance tests.
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When in mid-l>,9 DCSPER deten.ined there was no possibility of
establishing one or more officer evaluation centers with sufficient per-
sonnel to admi.nister a five-day situational criterion, the six technical,
six administrative, and eight combat test problems were further reduced
to three technical (one very elaborate), four administrative, and five
combat tests. During 1952 and 1960, the Task's main effort was the ex-
pansion of these twelve situational test scensarios into full test presen-
tation. Work began on the preparation of manuals for thc twelve tests.
To provide flexibility for possible later use, each situational test
manual wars so constructed that the perforLance test could be admiinis-
tered either by itself or jointly with other tests in a total narrative
framework.

For each test, the basic scenarios, scoring instruments, and other
supplemental materials were organized into standard manual format with
structure as typified in Table 12. As each manual was completed, it was
forwarded for quantity reproduction with the intention that printed
manuals be taken to the appropriate branch schools for critical review
and indorsement by subject-matter experts of the school faculty.

Review and Field Tryout

Review at Branch Schools. By arrangement with USCOIMAnC, all situa-
tional test manuals were reviewed and tried out at the cognizant Branch
Schools: The Quartermaster School (Fort Lee); The Adjutant General's
School (Fort Benjamin Harrison); The Transportation School (Fort Eustis);
The Signal School (Fort Monmouth); The Engineer School (Fort Belvoir);
and The infantry School (Fort Benning).

At each school, faculty experts revieved test content from the point
of view of military meaningfulness and technical accuracy, checked the
scoring and relative vights where pertinent, collaborated with APRO re-
search scientists in mnking needed revisions, and gave their Indorsement
to the revised manuals. Each test was then administered to six lieu-
tenants, some vith relevant experience and some without, for further
verification of feasibility and adequacy of instructions, and for the
ex*Wrience gained in training personnel to administer the tests. All
five ciambat officer tests were reviewsd and tried out in this manner at
the Infantry School, Fort Benning, Georgia.

ot .t the OEC. When the UfTicer Evaluation Center was r setb-
lished at Fort McClellan, Alabama, wa the first few officers of its
staff had reported in, the work of tryout and modification continued at
the new location. After seeing the total structure of the situational
tests in operation for the first time# research personnel decided that
there were insufficient measures in the technica& area. Further, one
test designated technical was found not to have substantive tecanical
content, and it was redesignated an administrative test. Therefore,
beginning in Janusry 1963, a crash program to develop three more techni-
cal tests was undertaken.
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°Ja'hl 12

TYPICAL STRUCTURE OF 3ITUAT.ONAL TEST MUCTUAL

_'Number
Contents of Pages

PREFACE

(Provides over-all MAAG settinC and the
immediate narrative situation in which the
particular test problem occurs.)

I. OVERVIEW 2

Purpose
Summary of Test Action
Summary of Scores Obtained
Summary of Personnel and Time Requirements

Ii. AREA AIMD EQUIPMENT REQUIRE1,TS

General
Physical Layout
Equipment

III. TEST SCHEDULE

Preparation for Testing
Action Seqaence (Detailed time chArt)

IV. I1,13TfUCTIONS TO PAMJIM3 15

Over-All Approach
Roles of the Examiners
Adidnistration of the Problem (A AL jCENARIO)

V. RECORDIiN AD SCORING MM CAM=IIME'j PERFOP24ACE 11

(Detailed instructions for each scoring docuwnent)

VI. APEiTIXES

(Checklists, mAps, messages, and similar
requirements used by examinees or examiners)

TOTAL PAGES 52
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The experience of Task personnel in developing the twelve original
tests permitted some shortcuts in this nev effort, although contact was
maintained -Mlth the tognizzant schools and with other subject-matter ex-
perts. M.anuals were assembled followilng the already established pattern,

and dry-run trials were conducted at the OEC itself. By the end of June
1963, all measures were operating in final form at the Center.

After the OEC staff had reached full strength and had become profi-
cient in administering the situational measures (first singly, and then
as an integrated exercise), pilot groups of loc'.lly obtained lieutenants
were tested. The period of shakedomn operation continued through. June
1963. Detailed refinements in individual tests and the overall :%AAG
narrative were worked out.

In final form, the Differential Officer Performance Battery consists
of 15 situational tests--five technical, five administrative, and five
combat. Figure 10 shows the general structure of military-psychological
measurement in the total exercise.

SECTION III. PLANNFD STATISTICAL PROCUSSING AND ANALYSIS

Officer Prediction Task efforts are projected to include continued
collection of predictor data into 1964, administration of the situational
criterion test exercise at the OEC through June 1965, additional analysis
of predictors in both the 1958-1959 and -he 1961-1962 ratee samples, pro-
cessing of both predictor and criterion data, organizauion of the data
for analysis, and differential validity analysis.

Predictor Data

Three kinds of predictor data are expected to be ready for differ-
ential validity analysis by July 1964, a probable first cut-off date for
situational criterion data collection at the 0EC:

M-Wented RM Sbsore. Scores on sets of DOB items wee
Identified in the 19s0-1959 rtee ample on the basis of relationship to
rated performanoe in the hard-core technical, administrative, an'd combat
subsugles. Scoring formulasp or keys,, for these groups of items will be
validated first agairst ratee criterion data obtained orn technical) ad-
ministrative•w d combat officers in the 1961-1962 sample, and fiially
ainst the situational performance criteria in the OEC job area sub-
@sales, '

The SubJect-Matter Item Clusters. Clusters of items in the self-
description an information tinterest) instruments are being delineated
by subject-matter on a judgmental basis. These clusters will then be
refined empirically by internal analysis using cases in the 1961-1962
sample. This phase will involve identification of suitable samples for
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analysis, and the iteration of iten-subscore correlation analysis for
emp. rical refinement %, the item clusters. Scores on the refined keys
will then be obtained for all DM examinees. (Data are available for
hypothesizing the most valid clusters for the var.eus job areas# based
on results in the 1958-1959 ratee smaple. Thus unbiased validity es-
timates for these clusters can be obtained in the l'(1I-.•62 a..plc.)
Empirically defined predictors which are psycholoGcZally Leaningfrul are
desirable for use by students and incoz.ming officer3 for self-analysis
and for counsellirnj, as well as ftir operational Ciidance in branch and
duty assignment.

Oerational Data. One element in the evaluation of the cxpe~rimental
predictors will e t e possible improvement tney offer over measures
currently used in the various selection programs throuCh which the Army
procures its officers. For two-year reservists, operational data used in
selection and branch assignment include score on the RO':C *uaalifyiag
Examination, college major, collete Grade-point average, and stated pre-
ference for branch assignment. Available data of a comparable nature
will be processed for Regular Am, officers enteriW, service as ROTC
Distirnuished Nilitary Graduates ..r as U. L. ýIilitary Academy graduates.

Preliminary Analysis of Criterion Deo'

Job descriptions and job performance ratings are obtained on all
officers in the examinee sa8 les. The rat•ngs provide one criterion on
all predictor examinees. On the basis )f job descriptions, hoogeneous
subsamples will be eatablished corresponding to those analyzed in the
1958-195ý sample. Criterion rating scores computed on these officers
will pertit validation of job-oriented scoring keys established in the
earlier sample. Within aW" subsmople, those officers selected for OEC
criterion testing viii constitute a special subsample for comparison of
ratin& and situational criterion.

Situational Verfotce test data from the 15 tests of the DOPB
will be subjected to O a0l analysis to evaluate the internal con-
sisteney of the 0 Wobleme and of smomes in the three broad areas--
technioalp ade:-xstrativep amd combat. These data will be examrined sepa-
rately in each at the three 3M-officeri gales in order to determine the
effect of tp at AM duties on level and oorrelational behavior of
es.. The outcome wvill odlii considerations of whether subseqaent
ysU •ty nl4sis must be conducted separately in each of the three sam-
glee or can be based on the combined 900-officer mole with three main
criterion seas for each case.

Similar analysis by Job-area sample will also be conducted on the
auxiliary criterion data reflecting branch and job satisfaction and
career intention of the QEC examinee. In addition# the actual retention
criterion will becm available for these examinees as their terms of
obligated service expire.



Validity Analysis

I•e primary focus will be on the tests of the minirnum hypothesis in
the OEC zaraple. Each of the 900 situational criterion cases 14ill have

tlre perfornance scores reflecting technical, administrative, and combat
performance. If the technical predictor is more valid for technical per-
formance than are the administrative and combat predictors and if it is
more valid for technical performance tlan it is for administrative and
combat perfon=nce--and if similar results are attained with t-e other two
prf.dictPors--then the minimua h]ypothesf.s is upheld and abilities to meet
the diffcri:k psycholo-ical requirements of the three kinds of officer
jobs are differentially predictable.

Also in the OEC sample, the velidity of the predictors vill be
examined a&:ai:.st the auxiliar- cr-terion measures of branch and job
satisfaction and streneth of ca: .er intention to determine vihe her Leanis
exist for placi..; newly coamtcsioned officers in branch and job assign-
ments vUCl.. W-vJ.. L:J.IanCC t:r.-ir feel;iins of satisfaction and their dis-
positioni tc !eccx.c career officers. Finally, the interrelationships
amoius the : criv.rion scores, the auxiliary criteria, and the
job perfori..aice ratl:u; will be exaidned.

In the lartcr group having the rating criterion, the thrce types of
predictor (job-oriented DOB subscores, subject-ratter DOB subscores, and
operational data) will bo validated by similar differential analysis.
For this study the sample vill be broken dovn into e-ight subgroups
matching t•hose analyzed in the 1953-1959 examinee sample. Since these
subsamples represent a more refined breakout of officer Jobs than do the
tiiree broad areas of technical, administrative, and combat jobs, a
favorable outoome in these groups could permit the selection of predic-
tor content for operationsl use over a fairly wide range of officer job
types.
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